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Professional development is critical to the skill development and personal growth
of 2-year college employees, and further research is needed to measure and evaluate the
opportunities for professional development at 2-year colleges. The present study could be
conducted at any institution across the country; however, Mississippi was used because
of its award-winning community college system. The study investigated opportunities for
professional development being offered; responsibility for professional development; and
the perceptions of those managing professional development related to the importance of,
amount and sufficiency of, and administrative support.
This research was a qualitative, cross-sectional case study involving five
professional development coordinators in Mississippi’s community colleges. Data
collection was done through one-on-one telephone interviews with each participant in the
summer of 2017. In addition, several of the professional development coordinators sent
course listings, samples of individual development plans, and the researcher found
information regarding professional development efforts of institutions’ websites.

It was important to explore these perceptions because these were the professional
development coordinators who have influence to make changes and ensure the needs of
the staff, faculty, and administrators were being met. The present study found that many
types of professional development opportunities were being conducted both on campus
and off campus. Perceptions of professional development coordinators were all relatively
high when asked about the importance of professional development, as well as how the
administration supported professional development. Perceptions were mixed when asked
about the amount and sufficiency of professional development opportunities. The positive
finding was that what was being done was great; however, there were tremendous
opportunities for growth in professional development offerings at the 2-year college.
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CHAPTER I
INTRODUCTION
This research was inspired around a seemingly fictional conversation, with very
real-life implications, between a CEO and CFO. The CFO asked the CEO, “What if we
develop our employees and they leave?” to which the CEO replied, “What if we don’t
and they stay?”
Watts and Hammons (2002) stated that professional development as a movement
in the community college began in the early 1970s. No singular event heralded the start
of the movement; it simply developed out of the rapid growth that community colleges
were experiencing at the time. Those stages seemed to have taken programs from a focus
on whatever activities drew a crowd, to programs focused almost exclusively on faculty,
to programs with separate components for faculty, staff, and administrators, to programs
designed for all staff, with little, if any, compartmentalization. The authors found there
are still colleges in which professional development is viewed more as an “add on” than a
necessity. Watts and Hammons (2002) continued by saying to overcome that perception,
community college presidents must understand and espouse the value and critical
components of a comprehensive professional development program. Further, colleges
needed to consider faculty and staff development as part of the cost of doing business and
too important a function to be left until last in budget allocation.
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Alfano (1993) reported challenges that community colleges have faced, and
probably will continue to face. At the time of Alfano’s (1993) study, community colleges
were facing some of the most difficult challenges in their history. Increases in student
enrollment, diversity, and under preparedness, combined with decreasing budgets and
heavy workloads, had created tremendous pressures on the faculty, staff, and
administrators of community colleges (Alfano, 1993).
According to the National Center for Education Statistics (2017), enrollment
increased 8.9% from the fall 2002 to the fall 2014 in Mississippi’s community colleges.
Male enrollment for the fall 2014 semester was 28,675 and female enrollment was
46,810. The number of students enrolled in a full-time status in the fall 2014 semester
was 55,770 compared to students enrolled in a part-time status at 21,446. In every
category the numbers had increased.
Alfano (1993) stated that faculty and staff development projects were sometimes
the only avenue to relieve the pressures mentioned above. Professional development
allowed community college faculty to link with professional colleagues, to modify and to
improve instructional material and delivery, and to keep the spark of creativity and
enthusiasm alive for themselves and their students.
Bauer (2000) noted that for classiﬁed staff in higher education, training and
development opportunities did much to enhance job satisfaction, empowerment, and selfesteem. Some experts argued that conceptions of community college quality should be
gauged not only by student learning outcomes but also by employees’ professional
growth and their sense of being valued (Gibson-Harman, Rodriguez, & Grant Haworth,
2002). When professional development was seen more as a means, the focus shifted
2

beyond the program to the organizational level. Instead of professional development
justifying its existence with numbers, it could more appropriately focus on the linkage
between programmatic activities and the accomplishment of organizational goals (Watts
& Hammons, 2002).
According to Boggs (2004), “When state finances are tight, higher education
budgets are often cut disproportionately. To make matters worse, community colleges
often absorb a disproportionate share of the higher education budget cuts” (p. 6). Fram
(1978) added, “corporate history showed that staff activities such as long-range planning,
marketing research, and training were first to receive budget cuts as top management
became insecure about future prosperity” (p. 40). Fugate and Amey (2000) also found it
is important that community college administrators not view faculty development as a
luxury or something for which funds need not be allocated. Removal of institutional
programs likely would not eliminate individual faculty development, but it sends a
message to faculty about the importance of their professional development.
Laff (2008) reported that tough financial times caused training leaders to step
back, if not cut back, and rethink their training delivery efforts and could also undermine
future development initiatives. Vulnerable sectors such as retail and government cut back
on training. Higher education could very well fall within these vulnerable sectors.
Leadership development is vital to organizations, yet it is the first to go. In addition,
prioritizing programs into 'must-have' programs, those that can be delayed for one year,
and those that could potentially be incrementally cut from the catalog could be one
strategy for managing failing budgets.
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In a substantial number of colleges, the responsibility for coordinating
professional development revolved among faculty or other staff members every two to
three years. Therefore, those persons given the responsibility should be selected with
care. The coordinator of professional development, whether full-time or part-time, was
obviously a key person in the success of the program and should be selected with certain
skills and attributes in mind (Watts & Hammons, 2002).
Statement of the Problem
Professional development at all employment levels is important, sometimes even
overlooked. Professional development drives engagement, skill development, and
professional growth. There are tremendous pressures on community colleges with budget
restraints, heavy workloads, and increased student enrollment that sometimes
professional development opportunities can be a way to relieve some of this pressure
(Bauer, 2000). When budgets get tight, training budgets are one of the first cuts
administration look to, and those who train have to take a step back and even cut back
professional development offerings (Boggs, 2004; Laff, 2008). One cannot overlook that
opportunities for growth and training and development are among some of the factors
that contribute to staff satisfaction on the job (Bauer, 2000). The problem of this study
was to investigate what types of programs were offered inside and outside the institution
(opportunities), who managed professional development efforts (responsibilities), and the
importance, amount and sufficiency, and administration’s support (perception) of
professional development in Mississippi’s community colleges.
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Purpose of the Study
The purpose of this study was to investigate three questions related to professional
development in community colleges: 1) Is professional development perceived as
important? 2) What professional development opportunities are offered on and off
campus? 3) How is professional development accomplished and supported? It is
recognized that this is a national issue, using Mississippi as a case study. One
professional development coordinator per community college participating in this study
was interviewed, with a total of five community colleges used in this study. To do this it
was necessary to explore how professional development coordinators valued the
importance of professional development, as well as their perceptions of the opportunities
and amount and sufficiency of professional development at their institutions. In addition
to their own values, professional development coordinators were asked about their
perceptions of how faculty, staff, and administrators valued professional development
related to the same areas of importance, opportunities, and amount and sufficiency. The
study used descriptive statistics and thematic analysis of open-ended survey questions to
answer the research questions.
Research Questions
This study addressed the following research questions:
1) What were the professional development opportunities for staff at the community
colleges in Mississippi?
2) Who was responsible for professional development programs? Were there dedicated
professional development staff (directors or trainers) to carry out professional
development programs?
5

3) What were the perceptions of those responsible for professional development regarding:


the importance of professional development to faculty, staff, and administrators



the amount and sufficiency of professional development available at his/her
community college



the support of administration for professional development?
Delimitations
Delimitations of this study were geographical, population specific, and program

specific. This study only evaluated 2-year community colleges in the state of Mississippi.
Mississippi’s 4-year institutions had relatively robust development efforts for faculty and
staff; however, it was relatively unknown what many of the 2-year colleges were doing in
terms of professional development. With the exception of a few institutions, college
websites were not very informative about these efforts.
Significance of the Study
Mississippi has an award-winning community college system (Ballou, 2015).
While many factors contributed to the success of Mississippi’s system, its employees
kept it thriving. Through experience, a developed employee is productive and engaged
which, of course, helps with retention. This research wanted to highlight what types of
development opportunities were available to staff and understand the climate of
professional development in Mississippi’s community college system. This contribution
added to a limited body of work in the literature on community college development
efforts of all staff.
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Definition of Operational Terms
1. Professional Development in the context of this research was defined as an
organized activity to help employees with job-specific skills and knowledge, as well as
professional growth. Examples of this could be, but were not limited to, an institution’s
in-service training, technology workshops, faculty development workshops, webinars,
and professional conferences (Eddy, 2007; Friesen, 2002; Gibson-Harman et al., 2002;
Murray, 1999; Troller, 2002; Wallin, 2003).
2. Professional Development Coordinator was defined as an employee of the
institution who managed professional development efforts. This could be a dedicated
employee whose primary job was to coordinate these efforts or an employee in another
department who managed professional development efforts, but whose primary job was
something other than coordinating professional development.
Overview of Method
Qualitative research methods were used by conducting interviews with five
professional development coordinators who managed professional development efforts in
five of Mississippi’s community colleges. The interview questions were grouped into
three main categories: 1) professional development opportunities offered within and
outside the institution, 2) perceptions of the professional development coordinator related
to the importance, amount and sufficiency, and administrative support for professional
development, and 3) responsibilities of professional development coordinators.
Thematic analysis was conducted for each institution’s offerings. Some
descriptive statistics were noted and relationships formed based on the level of
involvement with professional development to the offerings.
7

CHAPTER II
REVIEW OF THE LITERATURE
There was a great deal of research related to faculty development, especially in
the community college; however, the literature had very little to say about professional
development for all staff (professional staff, support staff, and administrators). The goal
of this literature review was to explore the importance of professional development,
opportunities for professional development, responsibilities of those who managed
professional development, and their perceptions of professional development.
The Importance of Professional Development
To fully appreciate the importance of professional development among
community college staff, it was also important to explore the roles faculty play and how
those roles have developed. Fugate and Amey (2000) interviewed twenty-two new
faculty, all within their first six years of teaching full-time. While each faculty member
knew, and appreciated, their primary role of teaching, they saw their roles as much more
than just disseminating information. Faculty used words such as mentor, role model,
coach, advocate, and student facilitator, which implies more than just teaching. The
authors also noted that the faculty roles increased into the second year of employment
and beyond to include service to the college and the community, but never superseded the
goal of teaching. Service involved activities such as ambassadors of the college,
providing expertise through workshops and programs in the public schools or other state
agencies, and becoming more familiar with community issues to better understand the
8

needs and agendas of students in the classroom; faculty had a strong sense to “give back”
(Fugate & Amey, 2000). The authors stated that faculty were divided as to whether
research could be characterized as part of their faculty role. Research on the whole was
valued, though some faculty felt it was an “extra” rather than an integral part of their role.
All faculty agreed that research in the university model (meaning research to gain tenure
and rank) was not an appropriate schema for research at a community college.
When contrasting roles across time, Fugate and Amey (2000) found the only
apparent differentiation was between year one and year two. Year one for all faculty was
focused on their full-time teaching loads. They spent a great deal of time on things such
as classroom preparation, assignment preparation, assignment feedback, test construction,
and test feedback. As they began their second year, faculty saw an increase in the
supplemental roles, particularly service to the college community. One interviewee
shared her experience thinking it may be time to join some committees or become
involved in something else. The interviewee noted that self-evaluation asks what else
have you been doing and concluded the college was really looking at professional
development more than first realized. The authors continued there did not appear to be
any further themes that emerged in clarifying or changing the faculty role definition.
Fugate and Amey (2000) stated that community college faculty in their first year
expressed the value of institutional faculty development programs that assisted them with
day-to-day issues in the classroom. Faculty development programs were viewed as an
important component to be effective teachers. Development activities were believed to be
both a personal responsibility of continued professional improvement and an institutional
responsibility in supporting staff. Participation in professional organizations, reading in
9

professional journals, attending conferences focused on either disciplinary or
instructional issues, presenting papers at conferences, and assuming leadership positions
within organizations were all expressed as valuable individual approaches to professional
development The authors continued that faculty felt that development opportunities were
provided for new classroom techniques, better understanding of the student population,
and support from colleagues in similar situations. They also were quick to discuss areas
of future faculty development needs including continual opportunities to update
technological skills, expansion of workshops on diversity, pedagogical implications of
the changing student population, and additional opportunities for learning more about
colleagues.
Fugate and Amey (2000) found the vast majority of the faculty in this study did
not foresee an academic career as they entered higher education. As Murray (2007)
discussed, a potential shock for those not familiar with the community college
environment is the heavy workload. Typically, faculty teach five to six courses per
academic term and spend 15 – 28 hours per week in instructional settings. The author
continued that oftentimes faculty are also expected to advise students, serve on
committees, and do community service. Another surprise is the repetitive nature of the
work. Faculty usually teach the same three or four introductory courses year after year,
with little opportunity to teach advanced courses in their discipline. Murray continued
that for rural community college faculty, the sense of professional isolation is further
exacerbated by the fact that an instructor may be the sole faculty teaching in a discipline,
with the same expectations of advising majors, developing and keeping the curriculum up
to date, coordinating articulation agreements or job placement programs, and recruiting
10

new students. Describing these potential shocks, the author stated that it can be difficult
to retain community college faculty, especially in rural areas.
Gibson-Harman et al. (2002) stated three developments, or challenges, facing
community colleges and professional development. Of the three challenges, one concern
was a faculty shortfall specifically related to professional development. In addition, the
researchers addressed the challenges to master’s-level prepared professional staff who
were neither faculty nor administrators. One thought to address the evident faculty
shortfall was to invest in what the authors called “one faculty,” providing collaborative
professional development programs involving both full-time and part-time staff. A
practical way to do this would be through a mentoring program (Gappa, 1997; Roueche,
Roueche, & Milliron, 1995), pairing a full-time faculty member with a part-time, or
adjunct faculty member. The authors continued that professional staff will face three key
issues in the community college: 1) status in the organizational hierarchy, 2) morale, and
3) mobility and professional development issues. Gibson-Harman (2001) interviewed six
master’s-level professional staff and found that they felt as if they were ranked below
administrators and faculty, even though they have the same, or similar, educational
achievements. When an institution is hierarchical, like many higher education entities, it
can lead to lower morale and less job satisfaction among employees, especially if there is
a perception of limited career growth. Bauer (2000) identified several factors contributing
to professional staff satisfaction on the job: “rewards and recognition, work-life balance,
opportunities for growth, training and development, and perceptions of the work
environment” (p. 95). The author concluded that staff employees who had a sense of
being valued would in turn demonstrate greater loyalty and productivity in their work.
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Gibson-Harman (2001) also suggested that for professional staff in community colleges,
career mobility and professional development were of greater concern to specialist staff
than most scholars, administrators, and faculty realize. With recognition of their “lesser”
status on campus, the specialists in the study expressed a desire to somehow improve that
status—by promotion, reclassification to a different staff tier, or becoming faculty.
Eddy (2010) wrote developing faculty members requires a multifaceted approach.
First, the primary technology of a community college faculty member is teaching which
involves new teaching strategies, incorporation of technology into classroom methods,
and facing students who differ from those in the past with respect to demographics and
preparation, noting that remedial work is consistently being pushed to the 2-year college.
Second, faculty members were increasingly moving into administrative roles within the
college, propelling the need to develop new faculty members. Most faculty who move
into leadership roles do not have expertise in key functions such as assessment
requirements, accreditation reporting, and strategic planning for academic divisions.
Developing part-time faculty is also critical because upwards of 60% of faculty in 2-year
colleges are part-timers (Cohen & Brawer, 2008).
The anticipated turnover in ranks of community college faculty meant that new
faculty would be joining the community college. These new faculty may have training in
their profession, but not always in teaching. Changes are underway to rectify this lack of
preparation. More universities were offering teaching certificates and more community
colleges were providing training on classroom strategies (Eddy, 2010).
Eddy (2010) continued that new faculty are trying to fit in and figure out the
institutional and teaching requirements for success, but they are not socialized for these
12

roles in their university-based graduate programs. The author offered suggestions for
addressing these issues new faculty members are facing. Community colleges need to
capitalize on the connections of nearby universities and build bridges with university
graduate programs. As new faculty are assimilated into the college, institutional leaders
need to take note of the institutional needs versus the individual faculty needs. Given the
small size of full-time faculty bases, these individuals are pressed into institutional
service on top of their teaching obligations. It is critical to strategize how to leverage
administrative work with faculty demands in the classroom. Rural community colleges
are already juggling multiple responsibilities and may provide a template.
Eddy (2010) also stated there was a difference between the skills required for
classroom teaching and being a content expert. New faculty need support in figuring out
their roles: how to work with diverse learners, use active learning and cooperative
learning to help in classroom teaching, evaluate student learning, and be a good
colleague. Faculty development directors can support faculty through mentoring
programs, establishing professional learning communities, and making resources online
for easy access. The author continued it may help to share resources and programming
with other regional community colleges or nearby universities. The availability of travel
grants to allow faculty to attend teaching and learning workshops and network with other
professionals can offer faculty an opportunity to bring new techniques back to campus.
Lowman (2010) added to the importance of developing tenure-track faculty and
how the landscape of faculty is changing, especially at research universities. Lowman
noted a shift in tenure-track faculty to what he calls fixed-term faculty. Fixed-term
faculty members are employed for a specified period of time to perform a defined job.
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There was no obligation to renew the contract of a fixed-term faculty member when that
contract expires. There was also no opportunity for a fixed-term faculty member to
receive tenure while under contract and no obligation for the university to give preference
to a fixed-term faculty member. Many of his thoughts align with what the literature said
for the 2-year college. The author noted that faculty members hired on the tenure track
need to receive formal training in management, including fair employment practices,
motivating and supervising students and professional staff, budgetary management,
scientific record keeping, and public relations. This is not happening today, and the result
is that tenure-track faculty members learn these skills on-the-job through trial and error, if
they learn them at all (Lowman, 2010). This lack of training was a serious problem at
research universities today, and it would only get worse as tenure-track faculty come to
represent an ever-smaller proportion of the total faculty with ever-larger management
responsibilities.
Lowman (2010) continued by stating many laboratories or research groups
operate with dysfunctional communication systems, no apparent standardization in
scientific record keeping, human resource policies designed to produce inequities and
cause problems of morale, and budgetary systems that magnify audit risk. Average
faculty members, even those who may supervise students and employees, do not see
themselves as managers and do not practice even the basic principles of management
taught in introductory courses in the nation’s business schools.
Lowman (2010) also saw a need for fixed-term faculty to have career ladders, as
it has become clear the many fixed-term faculty members will spend their entire careers
working in positions that do not lead to tenure. Many universities have career ladders in
14

place where faculty can progress through a series of ranks and receive salary increases
commensurate with their expertise and experience as highly trained knowledge workers.
The author noted research assistant professor, research associate professor, and research
professor are examples of titles that currently have career ladders. There are no generally
recognized comparable ranks for fixed-term teachers. Many carry “catch-all” titles such
as “instructor” or “lecturer” for their whole careers, with no differentiation for seniority
of accomplishment (Lowman, 2010).
Opportunities for Professional Development
Centralizing the learning function under one umbrella for all employees (Friesen,
2002; Troller, 2002) was a trend in community college professional development. Friesen
(2002) discussed how Metro Community College (MCC) in Omaha, NE, transitioned
away from a traditional staff development using job classifications and created scheduled
staff development days for approximately 300 professional staff. The college transitioned
into more learner-centered, open-access development programs requiring employees to
take a core curriculum related to the vision, mission, values, and culture of MCC. In
addition, employees were required to complete 32 hours of training. This centralization
offered opportunities for employees to create an individual development plan and choose
from a catalogue of over 200 courses including topics like leadership, communication,
diversity, and technology. In addition to these open access sessions, customized sessions
for departments could also be created. Similarly, Troller (2002) studied the College of
DuPage in Glen Ellyn, IL, that created a teaching and learning center that employs two
coordinators, one for faculty and one for staff, along with two administrative assistants.
The center reported to the Human Resources Management department for the college.
15

There were approximately 296 full-time staff and 1,130 part-time employees serving
29,000 students. The center offered various programs categorized into seven areas:
accommodating diverse populations, advising, general interest (such as time
management), supervisory, teaching and learning, technology, and wellness. In addition
to these workshops, the center offered short “for your information” sessions on specific
subjects like performance appraisals or the hiring process. Departmental or specialized
workshops could be requested too. This allowed center staff to address individual
department needs, like customer service or software usage. Self-study courses for
technology-based subjects were also available. Centralizing the learning functions and
having faculty, staff, and administrators in learning activities together have created
unique networking opportunities for all staff, since these groups may not have interacted
in a normal work day.
While centralizing the learning function was an ideal step, centralizing these
functions alone still had its challenges. Maxwell and Kazlauskas (1992) concluded that
although faculty development programs were widespread, faculty participation was low,
teachers most in need of development were least likely to participate, and most programs
were offered in a workshop format that was sometimes judged to be ineffective. Although
they indicated a need for more research, particularly on methods that serve the unique
needs of community colleges, Maxwell and Kazlauskas (1992) suggested that positive
results have been achieved through using individualized faculty projects, instructional
centers, and educational specialists and colleague consultants.
Murray (2007) suggested several avenues to retain rural community college
faculty and fight burnout by providing faculty with avenues for professional growth such
16

as funds for travel to professional conferences, the latest technology, seed money for
small research projects, assistance in preparing manuscripts, and release time to develop
new curricula. The author also suggested moving faculty out of the classroom for periods
of time by assigning them to special projects or having them temporarily take an
administrative role when an employee suddenly leaves or takes an extended leave of
absence.
Murray (1999) found a variety of activities to help faculty stay current in their
respective disciplines. Many 2-year colleges (93.1%) offered financial support for staff to
attend conferences, while 16.2% of 2-year colleges offered incentives to faculty who
presented at conferences or published in journals. Hiring teaching consultants or experts
who conducted workshops on campus was another way of how 87.7% of 2-year colleges
helped faculty stay current in their respective disciplines. Of those hiring consultants or
experts, 50.7% required full-time faculty to attend. Additionally, 68.5% sponsored
workshops directed by their own faculty, and 17.7% of those institutions required their
full-time faculty to attend.
Bendickson and Griffin (2010) chaired a committee to develop an in-house
professional development seminar for faculty, modeled after a graduate-level course. As
they developed the seminar, many factors came to the forefront, especially around the
delivery method. The authors asked if the course should follow a traditional, blended, or
fully online format. Other factors that went into the development of the seminar were
requirements for papers, presentations, or portfolios; internship opportunities; website
investigation; guest speakers; and field trips; as well as the rigor as compared to a
graduate-level course. By April 2008, the committee had decided to use Cohen and
17

Brawer’s (2008) The American Community College as a text and guest speakers would be
brought in according to their expertise in each module. The first year’s cohort, a group of
eight participants, joined together in sixteen hours of classroom lecture and discussion,
fifteen hours delivered electronically through online discussion boards, ten hours devoted
to a group student services project, and five hours dedicated to individual or smaller
group projects.
Bendickson and Griffin (2010) sought continuous feedback and were not afraid to
try the suggestions of the initial cohort. Many participants commented on the college
website, which at the time was difficult to navigate. One participant chose to tackle this
as part of his or her individual project. Another comment was the desire to have more
class time to continue the discussion from the online discussion boards. The invited
speakers, while subject matter experts, made it impossible for the participants to have
discussions that they wanted. The authors made a modification for the second-year cohort
and allowed time for more discussion; however, with a different group of faculty
members it quickly became apparent to the authors this new group did not desire more
discussion time as had the initial cohort. The response was minimal and died off quickly.
It appeared this second group was not as motivated, or driven, as the first. The authors
stated that on more than one occasion the second group had to be reminded that responses
to the online discussion boards were to be written in an informed, scholarly manner with
facts to support opinions. The second group also had trouble selecting individual projects.
At least half of the topics presented were not aligned with the theme of the seminar. The
authors did admit that at times information inadvertently presented conflicting
information to students. Due to the lack of motivation of the second group, the authors
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had to make a decision of whether to award a satisfactory mark to the individuals who did
minimal work and submitted less than adequate projects. Overall, the comments from
individual participants who chose to respond were positive. The authors also sought
feedback from academic deans and the student services deans (Bendickson & Griffin,
2010).
Sydow (2000) introduced the professional development initiative through the
Virginia Community College System (VCCS) by asking the question, “Does faculty
members’ participation in structured professional development activities result in real
improvement in teaching and learning?” (p. 384). A task force assembled by the
chancellor of the VCCS found there was no system-wide support for professional
development. Fewer than half (43%) of the system’s 23 colleges reported having a
professional development program, thus leading to the proposal of the professional
development initiative in 1993. The professional development initiative provided support
for discipline, instructional, career, and organizational development.
Sydow (2000) administered a survey instrument to all faculty members in the fall
of 1992 and then again in the fall of 1997, with minor tweaks. The surveys included sets
of questions related to current professional activities, individual professional
development plans, community college institutional support, and demographic data.
Questionnaires were mailed (2,688) and 2,137 were returned yielding an 80% response
rate. The findings revealed that more faculty members (4%) were attending conferences,
and more faculty members (5%) had participated in an innovative teaching experiment,
like team teaching, writing across the curriculum, and/or computer-assisted instruction.
More than half of the respondents (62%) reported having significantly revised a course
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based on new developments in technology. Also, more than half of the respondents
(1,111) reported professional reinvigoration or renewal as a result of attending a peer
group conference, 646 cited improved classroom instruction, and 521 indicated enhanced
student learning as a benefit of peer group participation. Other benefits noted included
increased discipline knowledge, increased skill levels, and personal improvement in areas
from attitude to cultural awareness.
Eddy (2007) explored the differences in faculty development offerings based on
college location (i.e., rural vs. urban). The author surveyed 497 institutions with a 39%
response rate overall. The survey was sent to vice-presidents and "faculty development
directors." The author was somewhat concerned with the response rate since many
colleges, especially rural colleges, do not have employees in positions titled “faculty
development directors.” The survey consisted of 4-point scaled sections, identification of
priority rankings, and open-ended questions allowing respondents to expand on their
conceptions of the direction of faculty development.
Considering that 60% of all community colleges were located in rural areas, it
was not surprising that 46.8% of Eddy’s (2007) survey respondents stated that they
worked in a rural location. The top two challenges mentioned by both urban and rural
community college faculty development leaders were the same, but levels of intensity
were different. A little less than half (47%) rated assessment of student learning as the
biggest challenge, where 38% of rural faculty development leaders rated assessment as a
faculty challenge. Similarly, urban respondents rated working with underprepared
students higher (42%) than did rural developers (33%). Eddy (2007) proposed this is
because assessment efforts can be more easily implemented on a smaller scale, such as in
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rural areas. Also, larger student populations in urban areas led to more diverse student
abilities, especially those requiring remediation.
Eddy (2007) provided a list of nine goals frequently used to guide faculty
development programming. Respondents were asked to indicate their top three goals
primary to their planning. All of the primary goals for both urban and rural faculty
development leaders focused on classroom teaching, learning issues, and the needs of
individual faculty. Supporting this data was a survey question that asked leaders to
identify which of the 20 practices they thought important, regardless of whether they
currently provide the training. The top areas urban and rural faculty development leaders
thought important included offering programming on assessment of student learning
(3.75 and 3.71, respectively), integrating technology into classroom teaching (both 3.63),
new faculty development (3.59 and 3.61, respectively), teaching underprepared students
(both 3.58), and student centered learning (3.58 and 3.46, respectively).
Eddy (2007) concluded that faculty developers in both urban and rural areas do
not rely on professional organizations to support faculty development efforts. Both rural
and urban community college efforts to support faculty on their campuses point to the
changing and expanding nature of faculty roles. Eddy (2007) recommended
collaborations between urban and rural colleges to offer shared resources, networking on
best practices, statewide or regional faculty development programming, and internetbased training, although internet availability may still be difficult to access in some
remote rural locations.
Likewise, Glover et al. (2016) investigated rural elementary teachers’ professional
development through a national survey, Teacher Speak. Teacher Speak was designed to
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explore the characteristics of, in part, existing professional development, differences in
professional development practices between rural and non-rural settings and the potential
influence of professional development of rural teachers’ knowledge, perceptions, and
instructional practice. Respondents included 268 rural and 327 non-rural schools
representing 43 states. Participants received a randomly assigned topic area: reading
instruction, math instruction, science, or data-based decision making. Each survey
contained common demographic questions, questions about their best professional
development experiences, and questions about their instructional knowledge, perceptions,
and practice corresponding to one of the assigned topics.
Glover et al. (2016) discovered rural teachers did not appear to be comparatively
disadvantaged, at least in terms of their best professional development experiences.
Across locales (i.e., city, suburban, town, rural), teachers devoted a comparable number
of hours to professional development and allocated similar proportions of their time to
practice and feedback opportunities and opportunities for interaction/collaboration with
colleagues. The proportion of rural teachers indicating that their best experience involved
workshops/institutes with follow-up coaching (25%) is comparable to those in city and
suburban schools, suggesting that rural schools are not disadvantaged relative to other
locales when it comes to access to personnel who can provide quality support beyond a
stand-alone event or training series.
The Mississippi Community College Leadership Academy is sponsored through
the Mississippi Community College Board and is offered annually. All 15 community
colleges in the state support the Academy by sending at least two representatives. Along
with community college representatives, several university representatives attend the
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Academy, as well. The Academy lasts one year and participants meet three times for 2½
days, twice at an institution located in the state’s capital and once at an institution just
south of the state’s capital. Participants hear presentations from community college
presidents and administrators, and they have required readings and team projects.
Individuals Responsible for Professional Development
According to Eddy (2007), administrators led faculty development efforts in rural
areas more often than in urban areas (71% compared to 54%). A key difference in the
portrait of rural community colleges compared to urban colleges emerged in how
respondents described their faculty development structure. In rural areas, most faculty
development efforts were led either by a committee (35%) or an individual faculty
member (33%). Similarly, in urban areas 33% of faculty development efforts were led by
committee and 19% were led by individual faculty members. However, differences
emerged in the degree of centralization of faculty development efforts. Urban community
colleges had more centralized development (17% report use of a center, and 10% use a
central clearinghouse). However, on rural campuses only 10% of respondents reported
the existence of a faculty development center, and 9% stated that they use a development
clearinghouse.
Murray (1999) questioned the time investment those who were placed in charge
of faculty development actually spent toward faculty development. A 65-item survey was
sent to 250 randomly selected institutions. The survey was addressed to the chief
academic officer, and after three weeks, non-respondents were sent a follow-up packet. In
all, 130 of the institutions returned usable surveys. Murray (1999) described the 4-part
survey; however, two parts speak to those who are responsible for professional
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development, “The first part queried respondents regarding institutional demographics,
the office or person responsible for faculty development, and the scope of this person's
responsibilities….The final part quizzed those responsible for faculty development to
determine their beliefs about the importance and the effects of faculty development
activities” (p. 3).
According to 68.5% of respondents, the chief academic officer managed faculty
development activities. Other respondents (15.5%) listed other administrative titles and
equally, 15.5% listed non-administrative titles. Of the non-administrative titles, some
appeared to be staff development, instructional design, or curriculum specialists. Others
were faculty positions, including committee chairs. Of 104 respondents who answered
the question relating to the amount of time spent on faculty development activities,
13.9% of institutions had an individual who spent more than 50% of his or her time on
faculty development efforts, 40.8% of institutions had a person who spent between 11%
and 49% of his or her time on faculty development, and finally, 43.1% of institutions
stated that they had someone who spent 10% or less on faculty development work. The
author found interesting, and concerning, the amount of community colleges that only
had an individual who spent less than 10% of his or her time on faculty development.
Through Murray’s (1999) own literature review, he found six components to
make faculty development effective: 1) institutional support, 2) a formalized, structured,
and goal-directed development program, 3) a connection between faculty development
and the reward structure, 4) faculty ownership, 5) support from colleagues for
investments in teaching, and 6) a belief that good teaching is valued by administrators.
The author concluded that, from this study, the responding colleges had three of the six
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components; however, the lack of leadership and a formalized, structured program
indicated serious detriments to effective faculty development.
Perceptions of Professional Development
Presidents’ perceptions of faculty development are also important. Wallin (2003)
asked presidents of technical and community colleges in three states, North Carolina,
South Carolina, and Georgia, to consider what they thought to be the most important
faculty knowledge, skills, attitudes, and abilities for successful teaching, along with
faculty development activities, and what presidents felt were the biggest needs related to
faculty development. Surveys were mailed to 106 presidents and 74% responded. Out of
20 measures related to faculty knowledge, skills, attitudes, and abilities, command of
content was ranked first by 86% of the presidents in all three states. In South Carolina,
the next three most important skills perceived by the presidents were teaching methods
(80%), classroom presentation skills (70%), and tied, both caring and nurturing attitude
and variety of assessment techniques (50%). Georgia’s presidents ranked retention of
students (71%), classroom presentation skills (62%), and partnerships with business and
industry (52%) as the next top three. In North Carolina, relating to diverse students
(64%), commitment to teaching at a 2-year college (60%), and caring and nurturing
attitude (55%) were ranked highly. All three states placed legal issues as the least
important. Wallin (2003) found this interesting; although legal issues may be more
important for a faculty member, professionally speaking, they may not necessarily be
important for teaching and learning.
Section two of Wallin’s (2003) survey measured presidents’ perceptions
regarding faculty professional development opportunities. This section contained 25
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activities. Presidents saw new faculty orientation as a priority (96%). Presidents rated
faculty development linked to personnel evaluation as important or very important (87%).
Presidents recognized on-campus technology training as important or very important
(79%). In addition, in South Carolina, continuing education related to teaching was rated
highly by 60% of the presidents. North Carolina’s presidents rated on-campus half-day
staff development highly (87%). In Georgia both back-to-industry experiences and
required faculty development plans were rated as important or very important by 90% of
the presidents. More scholarly activities such a publishing in academic journals,
attending national conferences, and sabbatical leaves rated low in all three states. The
presidents also ranked the three most critical professional development needs of their
respective faculty. While literally hundreds of responses were received, the responses
could be categorized into three areas: 1) technology, 2) student learning, and 3) teaching
experiences.
Through multiple search terms and dozens of hours researching this topic, it was
concluded that professional development in the community college was an underresearched subject. Since professional development goes by many different names, some
examples of search terms used were “professional development,” “community college,”
“higher education,” “staff development,” “training and development,” “learning and
development,” “evolution of professional development,” “inservice,” and “personal
enrichment”. Of course, many of these search terms were combined, such as
“professional development” and “higher education”. While each search returned results,
only a few publications were beneficial to this study. A number of articles on secondary
teacher development in a variety of subject areas, faculty development, and professional
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development in healthcare were included in the results of the searches. Other useful
information would have been on how the roles of staff and faculty have evolved in the
community college, nationally. Despite what was not found, the literature reviewed
discussed issues around colleges moving to more of a centralized learning function for all
staff and faculty. In addition, there were studies conducted on community college
presidents’ perceptions of professional development for faculty, faculty development
programs, rural community college faculty development, and rural educators’
professional development. While this study was interested in faculty development, it also
sought to determine what types of professional development activities were being offered
for administrative and professional staff, who was coordinating these activities on
Mississippi’s rural campuses, and what perceptions those individuals had toward the
importance, the amount and sufficiency, and support of administration for professional
development.
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CHAPTER III
RESEARCH METHODS
This chapter provided the research design, instrumentation, data collection, and
data analysis for this study. The purpose of this study was to investigate the opportunities,
responsibilities, and perceptions of professional development opportunities in five of
Mississippi’s community colleges. The participants included the professional
development coordinators from five community colleges that offered professional
development opportunities at the selected institutions. Each participant shared their
perceptions of the importance of professional development, the amount and sufficiency of
professional development on his or her respective campus, and the administrative support
they received for professional development efforts. The researcher interviewed each
professional development coordinator with questions designed around the research
questions.
Research Design
This research was a qualitative, cross-sectional case study involving five
professional development coordinators in Mississippi’s community colleges. Qualitative
research is an unfolding model that occurs in a natural setting that enables the researcher
to develop a level of detail from high involvement in the actual experiences (Creswell,
1994). Creswell (2003) defined case study as one in which the “researcher explores in
depth a program, an event, an activity, a process, or one or more individuals” (p. 15).
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Leedy and Ormrod (2001) further require a case study to have a defined time frame. The
authors also found that case studies attempt to learn “more about a little known or poorly
understood situation” (p.149). This design was chosen to develop a deeper understanding
of who managed professional development for Mississippi’s community colleges and
what opportunities the institutions offered. In addition to understanding what
opportunities were offered, the researcher was able to see the perceptions related to the
importance, the amount and sufficiency, and the support for professional development in
Mississippi’s community colleges.
Research Questions
The extant literature had a plethora of information related to faculty development
in the 2-year college; however, there seemed to be a gap in professional development for
other staff and administrators in the 2-year college. This study addressed the following
research questions:
1) What were the professional development opportunities for staff at the community
colleges in Mississippi?
2) Who was responsible for professional development programs? Were there dedicated
professional development staff (directors or trainers) to carry out professional
development programs?
3) What were the perceptions of those responsible for professional development regarding:


the importance of professional development to faculty, staff, and administrators



the amount and sufficiency of professional development available at his/her
community college



the support of administration for professional development?
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Site and Participants
Participants were chosen from five institutions in Mississippi that are currently
offering professional development programs. The researcher chose institutions in
Mississippi because Mississippi is home to the researcher. The researcher wanted a
diverse sample of institutions. This was accomplished through choosing institutions that
were located in various area of the state. One college was located in the southwest corner
of the state, while two colleges were more central to the state, one was located at the
southern-most point, and one was in the northeast corner of the state. The researcher
knew that the institutions selected were offering professional development opportunities
to their faculty, staff, and/or administrators. These institutions also had varying resources,
and this study was designed to help illuminate how the colleges were using their
resources to provide professional development to their employees. In addition, the
institutions’ full-time enrollment numbers indicated the smallest college in the present
study enrolled approximately 2,700 students, while the largest school enrolled over
11,000 students. The researcher knew, and the literature affirmed, that professional
development was an important part of an employee’s professional growth and
development. Purposive sampling of these professional development coordinators was
conducted because they managed the majority of professional development efforts oncampus for faculty and staff. They were also “in tune” to the amount and sufficiency of
professional development opportunities, as well as the perceptions of faculty, staff, and
administrations. The Council on Institutional Research and Effectiveness provided a list
of contacts at the five institutions in this study. Phone calls were made to each
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institutional contact to determine who managed professional development on each
campus.
Instrumentation
A telephone interview process was selected in order to gain a more
comprehensive understanding of professional development coordinators’ perceptions
related to professional development on each respective campus. The interview questions
were categorized into the following areas: 1) professional development opportunities for
faculty, staff, and administrators, 2) who was responsible for professional development,
3) professional development coordinators’ perceptions of the importance, the amount and
sufficiency, and the support of professional development for faculty, staff, and
administrators. In addition, questions about his or her job title, his or her primary job
responsibilities, the institutions’ full-time equivalency enrollment, and budget for
professional development were asked to see if those factors may influence professional
development efforts. The interview process utilized semi-structured, open-ended
interview questions. Additional questions were asked to clarify responses or gain
additional, relevant information. Each participant was interviewed for approximately 30
minutes. A list of the interview questions is located in Appendix A.
Data Collection
Data collection was done through one-on-one interviews with each participant in
the Summer of 2017. Interviews were scheduled at a convenient time for the interviewee.
Interviews were done via phone conversation. Before each interview, the researcher
informed the interviewee about the selection process and received verbal consent to
proceed. The interviews lasted approximately 30 minutes and focused on semi-structured,
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open-ended questions related to opportunities, responsibilities, and perceptions of
professional development at his or her institution. Each interview was recorded, and
interviews were transcribed. The researcher chose to transcribe the interviews because
doing so helped the researcher become more intimate with the data. Themes became
more clear as due to the researcher transcribing the interviews. Once the data were
transcribed, the researcher used the data to develop themes for professional development
efforts.
Triangulation was also employed by visiting institution websites to view
professional development opportunities. Some institutions had professional development
calendars for the year, and some had only opportunities available at the current time.
Course listings and professional development plans were sent to the researcher by three
of the professional development coordinators to help with understanding of the process at
each institution. This allowed the researcher to have a more comprehensive view of
professional development efforts and how these efforts were being carried out and
tracked.
Data Analysis
Table 1 shows how each interview question tied back to each of the research
questions. In addition, the table also shows what statistical analysis was utilized for each
research question. The researcher developed four themes: 1) professional development
for all faculty, staff, and administrators, 2) job-specific functional training, 3) faculty
development efforts, and 4) leadership development. These themes mainly collapsed into
research question 1, professional development opportunities. In order to develop these
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themes, the researcher noted commanalities in professional development across the
institutions.
Table 1
Mapping Research Questions to Survey Questions, Including Analysis Technique Utilized
Research Question

Supporting Interview/Survey
Questions
2, 5 – 10

Analysis for themes

RQ 2: Who was responsible for
professional development
programs? Were there dedicated
professional development staff
(directors or trainers) to carry out
professional development
programs?

1, 3, 4

Analysis for themes

RQ 3a: What were the perceptions
of those responsible for
professional development
regarding the importance of
professional development to
faculty, staff, and administrators?

11 – 14

Analysis for themes

RQ 3b: What were the perceptions
of those responsible for
professional development
regarding the amount and
sufficiency of professional
development available at his/her
community college?

15 – 18

RQ 3c: What were the perceptions
of those responsible for
professional development
regarding the support of
administration for professional
development?

19 – 20

RQ 1: What were the professional
development opportunities for
staff at the community colleges in
Mississippi?

Statistical Analysis

Descriptive statistics

Analysis for themes
Descriptive statistics

Analysis for themes
Descriptive statistics

33

Summary
This research was a qualitative, cross-sectional study involving five professional
development coordinators in Mississippi’s community colleges. This design was chosen
to develop a deeper understanding of who managed professional development for
Mississippi’s community colleges and what opportunities each institution offered. In
addition to understanding what opportunities were offered, the researcher was able to see
the perceptions related to the importance, the amount and sufficiency, and the support for
professional development in Mississippi’s community college system. Participants were
chosen from five institutions in Mississippi that were currently offering professional
development programs. An interview process was selected in order to gain a more
comprehensive understanding of professional development coordinators’ perceptions
related to professional development on each campus. Data collection was done through
one-on-one interviews with each participant via phone conversation. The interviews
lasted approximately 30 minutes and focused on semi-structured, open-ended questions
related to opportunities, responsibilities, and perceptions of professional development at
his or her institution. Descriptive and thematic analysis was conducted to answer the
research questions.
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CHAPTER IV
RESULTS OF THE STUDY
Specifically, this research study aimed to answer the following three research
questions:
1) What were the professional development opportunities for staff at the community
colleges in Mississippi?
2) Who was responsible for professional development programs? Were there dedicated
professional development staff (directors or trainers) to carry out professional
development programs?
3) What were the perceptions of those responsible for professional development regarding:


the importance of professional development to faculty, staff, and administrators



the amount and sufficiency of professional development available at his/her
community college



the support of administration for professional development?

Research Question 1: Professional Development Opportunities
Of the five institutions, four had at least one annual meeting that gathered faculty,
staff, and administrators for a day of professional development. Programs typically
included an outside speaker, the president’s charge for the upcoming academic year, and
breakout sessions where employees could choose from topics of interest to them
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professionally or specifically related to their job function. One institution divided its
annual meeting to have one such meeting specifically for staff and another specific for
faculty and administrators.
The focus of professional development activities varied among the institutions.
For example, for the last three years, as part its Quality Enhancement Plan (QEP),
College C has focused on financial aid professional development for its campuses.
College C brought in financial aid directors and other experts to the main campus to
develop faculty, staff, and administrators’ knowledge of financial aid, since that area was
relevant to everyone. College C’s professional development coordinator explained,
Since 2014, we have been offering up to three hours of professional development
to address ways of helping students understand financial aid, as well as those
pitfalls students take due to an overall lack of knowledge of loans, grants, SAP
(Satisfactory Academic Progress), etc. This has really opened the door for
everyone to have a better understanding because we all communicate with our
students. There have been some misconceptions of what financial aid’s process
really was, so we’ve had Financial Aid directors speak, as well as outsourcing
was able to be secured.
Another example of professional development for campus employees came from
College E. College E had a 4-day instructional week which allowed one Friday per month
to be dedicated to administrative tasks, committee meetings, and professional
development. Professional development sessions included topics such as active listening,
Excel 2.0, Banner training, strategies for retention of students, and development versus
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prescriptive advising. These topics were designed for faculty, staff, and administrators.
The professional development coordinator stated,
We are on a 4-day instructional week. Fridays are left open for faculty and staff to
do administrative tasks, to advise students, to attend professional development,
and also attend committee meetings. We offer everything from customer service
to active listening to communication styles to Excel 2.0. It’s a vast array of
offerings for the entire campus.
College E also developed a website for faculty and staff development that
included some highlights from previous professional development events, as well as a
professional development calendar which allowed faculty and staff to plan what
professional development opportunities they would like to attend. Likewise, College D
has a comprehensive website dedicated to employee development that included a course
catalog divided not only by each campus, but also categorized by courses focused on
administrators, faculty, and staff. The website contained an employee development plan
that outlined the college’s employee development vision, mission, and objectives. In
addition, the plan included the employment development model, employment
development tracks, and assessment plans.
While all five institutions had sessions for customer service, other topics were
very population-driven. College D developed two unique programs focused on safety and
cleaning protocols for maintenance personnel and the other centered around
administrative duties for office personnel. College D’s professional development
coordinator explained,
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(We have a program consisting of) 19 sessions that focused on stuff related to
OSHA, how to clean the buildings properly, code of conduct, and these types of
things. We also have a series for office personnel that covers how to take minutes,
how to write a correct memo, what kind of communication skills do they need, so
those are a few examples.
Of the five colleges, two had specific professional development programs to
develop leaders on campus. These programs discussed topics such as fiscal management,
performance management, human resources operations, Title IX compliance, and
leadership development. These leadership programs were targeted at current supervisors
and administrators, as well as those who aspire to be campus leaders. College D’s
program reflects a “back to basics” approach.
They learn to manage their budget. They learn how to coach. We have coaching
versus corrective action for the disciplinary process. We talk about FMLA
(Family Medical Leave Act). We talk about the hiring process, how they are
supposed to go about screening their applicants. We also have the leadership
skills they need to manage their team. For compliance purposes, we talk about
Title IX. We have a lot of people that move from, say, staff to administration or
we have people come from the outside so we want to teach them about the culture
that we have here because things can be different when you change institutions.
College E was in the process of piloting a program with its current administrators,
with plans to start accepting applications from faculty and staff who aspire to be leaders
on campus. College E’s professional development coordinator stated,
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This year we are attempting to create a leadership development program called
“Lead the College” (pseudonym). That is something President’s cabinet is going
through and we started that in the summer and we’re going to continue that
through the fall term. And, we’re going to, as we move through this, obviously –
hopefully develop leadership skills, but also create a curriculum that we are going
to make available to those individuals who are have the opportunity to influence
here on campus. We want buy in from the individual participant, but we also want
buy in from their department.
The professional development coordinator has talked to at least two learning and
development professionals with two different 4-year public universities to see how the
leadership programs at their respective universities are managed. In addition, the
professional development coordinator was also able to visit one of the sessions offered at
a nearby university.
To better equip rising leaders, all 15 colleges in the state sent participants to the
Mississippi Community College Leadership Academy (MCCLA). Offered annually,
typically two representatives attend from each college, although this number can vary
slightly from year to year. The program lasts one year and participants meet three times
per year for 2½ days, twice at an institution located in the state’s capital and once at an
institution just south of the state’s capital. Participants hear presentations from
community college presidents and administrators, and they have required readings and
team projects.
Professional development specifically for faculty was approached in several
different ways. Colleges A, C, and D relied mostly on external sources in the form of
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state, regional, and national conferences, as well as discipline-specific meetings. One
example of these discipline-specific meetings were curriculum alignment meetings where
faculty from a specific discipline rotate to different campuses to discuss curriculum
issues. College B had a unique approach for faculty development which blended the off
campus learning and asked faculty to bring what they learned to campus for instruction.
Well, within our ten-hour requirement (for professional development), five of
those hours can be extra credit, so we consider anything attended outside of our
institution to be in that extra credit five hours. So, what might happen, it might be
a conference they attend; it could be a curriculum development and we have
several instructors that are on, like the History curriculum development team and
they go off somewhere and sit for a week in a room and go over History books or
however they do it, nationally. They come back and share that, whatever they
have come up with on that. Anything like that. It’s also locally as well. If we have
someone who teaches in landscape management and there is something going on
down at the coliseum or convention center that is focused on landscaping or some
renowned speaker coming in to talk, that would also be something outside we
offer here that they could go out and attend, but, let’s just say use that as an
example, what we can do is all of the faculty in landscape management wants to
go, then we’ll set it up as a class and let them all go and attend it and then they’ll
all get credit for it.
To ensure faculty and staff received credit for his or her professional
development, a majority of participants reported a form needed to be completed and
turned in to the professional development coordinator. College C’s professional
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development coordinator sent the researcher several examples of her institution’s
employee professional development form. Each form contained spaces for the
employee’s name, status (full-time or part-time), department, and from which campus the
employee was housed. The employee was responsible for also reporting what type of
professional development they attended, the date attended, the title and brief description
of the activity, and how many hours they completed. This form allowed the professional
development coordinator to ensure each employee was meeting the required number of
professional development hours.
A common challenge for each participant was providing sustained development
opportunities for faculty, especially conducted by employees on campus. Topics can be
technology focused or a session to improve his or her teaching. College D’s professional
development coordinator stated,
Sometimes it's difficult to have sessions geared just toward the faculty just
because there's just so many different aspects that they want to reach and they're
just kind of on a different level than our administrators and our staff. So, a lot of
our faculty attend what we call external conferences where they get external
employee development like they may go to a technology workshop or something
for teaching and learning. They have a lot of that. Often times, the dean of
instruction will also provide sessions to their department chairs who will then pass
it down to those faculty members so theirs' is different. One thing I tried to work
on before I left my previous position was to as a faculty member went to an
external session outside they would bring that information back to the other
faculty members because obviously, we can't send everyone for budget reasons
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and to make sure we have enough faculty on campus so we were trying to
encourage them to bring that information back and also present a session on what
they learned that was faculty related.
There was a strong consensus among professional development coordinators that
on their respective campuses, “some would say we offer a good amount and I think some
think we could offer more.” In addition, College C’s professional development
coordinator brought up a challenge of those in charge of professional development face
annually,
(It’s a challenge) to find something that’s consistently good. Every year, you
don’t want to do the same thing. And, what I find challenging too is the title could
be misleading, even the description of the actual event once you get there or it’s
brought to you, it’s not what you thought it would be.
Research Question 2: Who is Responsible for Professional Development
Job titles of those interviewed were quite varied. Of the five, two were vicepresidents: one a chief academic officer and the other was a vice-president of planning
and research. Two others were directors: one being the director of institution research and
effectiveness, while the other was the director of workforce training of the professional
development institute. College D’s professional development coordinator’s current title
was assistant to the dean of student services; however, the former title was human
resources employee development coordinator. College D’s professional development
coordinator had changed positions approximately one month before the interview took
place. When asked if professional development was part of their primary job
responsibilities, three of the five said, “Yes,” while the other two stated “No,” however,
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College A’s professional development coordinator stated that responsibilities had been
transferred back to the professional development committee only the day before the
interview, while College D’s coordinator stated that it used to be, but not currently.
All five colleges’ professional development coordinators shared in the training
responsibilities. Some professional development coordinators served as actual trainers,
while others simply coordinated faculty, staff, and outside experts to deliver training.
College D encourages their employees to lead training sessions throughout the year.
We have a human resources employee development coordinator, which is a staff
level position, but that person manages the employee development campus-wide.
Each employee, we encourage them to do a professional development training
throughout the college throughout the year. We have some that do it all the time
like they are frequent presenters, but of course we encourage others to do it as
well. We don't have any designated, per se, employees that that's just their sole
responsibility is to do professional development, but we do encourage all to do it
district-wide.
Colleges A and E utilized a professional development committee made up of
faculty and staff who helped guide topics for professional development on campus. None
of the colleges have instructional designers as part of their own teams; however, two of
the colleges stated they partner with instructional designers employed at the same
institution in other departments for certain projects.
Research Question 3a: Importance of Professional Development
When asked to rate the importance of professional development for all faculty and
staff on a scale of 1 to 10, with 1 being “Not At All Important” and 10 being “Extremely
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Important” four of the five rated professional development a 10. College B’s professional
development coordinator stated, “It’s the backbone of the college,” and College E’s
professional development coordinator stated, “…it’s absolutely necessary.”
Professional development coordinators’ perception of how staff rated the
importance of professional development also remained high, with a mean of 7.6. For
three of the participants, there were perceptions of staff going because “they have to go”
or “people may not think it’s a problem with them,” however as one participant stated,
the “positives outweigh the negatives”.
Professional development coordinators’ perceptions of how faculty rated the importance
of professional development was slightly lower than how staff rated it, with a mean of
6.6. Of the five participants, two cited that faculty were well-expertise in their field,
however, their ratings reflected two different motivations. One professional development
coordinator stated,
I would think they would probably be a 7 or 8 simply because they are already
well expertise in their area and a lot of them do go back for additional college
work and course work and they stay abreast. I mean, I think they think it’s
important, but they have so many different obligations they find it hard to fit it
into their schedules at times.
The other explained,
They would be in the 5 range simply because what I have found is that their, your
faculty tend to be on a higher education level. Their education level alone in some
of their minds is enough to not ever need professional development again because
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they got the degree to prove it. When we have people who think they know it all,
we turn it back around and get them to teach the class.
Administrators, with a mean of 8.4 were the group perceived to have the highest
perception of the importance of professional development. College A wished they could
do more with professional development, that they had more time and resources to devote
toward it. Likewise, College C had a lot of discussions about what they need to do to
make their people better, not only for their students, but for themselves – to be more
productive. While the ratings were strong and positive, some participants felt a divide in
administration when it comes to supporting professional development, with as much as
50% who support it and 50% who feel their faculty and staff are “too busy” to participate
in professional development. For one participant, the positive feelings, or lack thereof,
fall on the administrator. If the administrator is excited about professional development
and encourages it, his or her employees tend to follow that lead; however, the same is
true for those who do not necessarily put professional development as a priority.
Research Question 3b: Amount and Sufficiency of Professional Development
The next set of questions asked the professional development coordinator to rate
on a scale of 1 to 10, with 1 being “Not Satisfactory” and 10 being “Extremely
Abundant,” the amount and sufficiency of professional development opportunities
available on campus, as well as their perceptions of what staff, faculty, and administrators
felt about the amount and sufficiency. For all five professional development coordinators,
they perceived the amount and sufficiency of programs as fairly strong, with a mean of
7.4. Both Colleges C and D saw room for growth. College D’s professional development
coordinator summed it up by stating,
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I think we have a good amount, but I think we can always have more. I think there
can be more opportunities that we can provide “in-house” versus trying to find
funds or whatever for our employees to go outside. One of my goals was to make
sure we had a lot of sessions of offerings on each campus that employees could
attend, so they wouldn’t say, “Well, this isn’t offered here, but it’s offered at
another campus so now I have to get a travel request to drive 20 or 30 minutes
….or if it’s out of state try to find the funds for them to go. I would like for us to
have so much here that we don’t have to worry about sending our people outside
to get, at least, some of the basic things that they need. Now, there may be some
things that are more complex that we need to get outside people or send them
somewhere to get the training, but for the most part I would like to see more of
that here.
College B felt that because they required employees to get a certain number of
professional development hours in each year, they have to offer the courses. This is
evidenced by the training roster the professional development coordinator provided for a
1-year period (2016 – 2017), in which over 500 sessions were offered.
Professional development coordinators’ perceptions of how staff rated the amount and
sufficiency were slightly above the middle, with a mean of 5.8. College A has tried to
build awareness of professional development opportunities, especially off campus, by
publishing a newsletter and showcasing staff who have attended. College A’s
professional development coordinator stated,
We have a periodic newsletter that goes out to the employees from the college,
and in recent years we’ve tried really hard to snap pictures of individuals who
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have gone places to attend conferences and so forth. Just trying to market that a
little bit more, make it more apparent to individuals.
Professional development coordinators’ perceptions of faculty perceptions
were slightly lower than staff, with a mean of 5.6. The general consensus for professional
development coordinators’ perceptions related to the amount and sufficiency was they
felt more could be done. College A’s professional development coordinator stated,
I have some strong proponents and they are repeat appliers for that (travel grant)
money and then I have others who sometimes it’s difficult to get them out of their
groove.
College E’s professional development coordinator echoed,
The faculty want more money for traveling to conferences in their field. The
budget cut hit us hard and the first thing to get cut is travel.
The perceptions of administrators’ perceptions were a mean of 6.4. Colleges C and D felt
the offerings were sufficient but also felt, “there’s more we could offer on their level.”
Research Question 3c: Administrator Support for Professional Development
The perceptions of professional development coordinators as it related to the
support they receive from their respective administrators was high, with a mean of 8.6.
College B’s support starts from the president himself. College B’s professional
development coordinator explained,
He created this division of the college. It was his baby. He has put his support
behind it. If I do a list of the end of the year that shows who did not get their 10
hours, a letter is sent from his office to those people reminding them that it is a
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requirement as a part of being a full-time employee here, so that they take the 10
hours so if they just have 8, the expectation is they’ll get 12 the next year.
One institution’s professional development coordinator believed the
administration definitely supported professional development; however, she would like to
see some of the administrators get a little more involved in finding opportunities,
They definitely believe it’s important and it should be there. I think sometimes,
depending on the area, some administrators probably could maybe get more selfinvolved in helping find things to meet the needs of their people. Sometimes it
may be left to me or the district directors or department heads to find that. I
sometimes would like to see a little more personal involvement seeking and
finding opportunities, but they definitely are encouraging people to do things that
are brought to their attention.
Another participant knew the administration supported professional development;
however, once the charge leaves the administrative rank, the execution could be up to
next-level supervisors.
I think our president and the executive council are like 9 or 10. I think they
understand the importance of it. I also think they encourage it from their level. I
just think once it leaves them to other supervisors, I think it becomes, I’m not
going to say not as important, but their enthusiasm is not as high as coming from
that next level supervisor.
When it comes to professional development budgets, two of the five participants
strictly used funds dedicated to the professional development department. Of the five,
two combined funds from other divisions, such as workforce training or foundation
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funds. The final participant did not necessarily have a dedicated budget; however, funds
for professional development were funded due to strategic initiatives of the institution or
special requests of the individual departments. Table 2 lists each institution’s budget per
year and student enrollment rank among the five institutions.
Table 2
Professional Development Budget as Compared with Student Enrollment
Institution

Budget

Student Enrollment Rank

College A

$50,000

5

College B

$16,000

1

College C

$0

3

College D

$2,000

2

College E

$20,000

4

As indicated in the above table, the institutions with the smallest enrollments
reported the largest budgets. This may be due to the internal versus external focus of
professional development. An internal focus of professional development means that a
majority of professional development opportunities are conducted by the institution, for
the institution. An external focus of professional development means faculty, staff, and
administrators are doing more travelling, relying on conferences and other meetings to
meet their professional development needs.
Table 3 shows the professional development coordinators’ perceptions of the
importance, amount and sufficiency, and perceptions of administrative support they
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receive for professional development. The table also shows professional development
coordinators’ perceptions of how staff, faculty, and administrators viewed the importance
and amount and sufficiency of professional development.
Table 3
Perceptions of Professional Development Coordinators, by College
Importance

Amount &
Sufficiency

Support from
Administration

College A
PD Coordinator
Staff
Faculty
Administration

7
7
8
8

5
6
5
6

10

College B
PD Coordinator
Staff
Faculty
Administration

10
7
5
10

10
5
5
7

7

College C
PD Coordinator
Staff
Faculty
Administration

10
9
8
10

8
7
7
7

8

College D
PD Coordinator
Staff
Faculty
Administration

10
6
8
7

5
6
4
5

10

College E
PD Coordinator
Staff
Faculty
Administration

10
7
4
7

9
5
7
7

8
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The take-away points from the table above are that professional development is
important to all stakeholders, the amount and sufficiency was not rated as high as the
importance, and administration supports professional development.
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CHAPTER V
SUMMARY, DISCUSSION, AND RECOMMENDATIONS
The purpose of this study was to investigate three questions related to professional
development in community colleges: 1) Was professional development perceived as
important? 2) What professional development opportunities were offered on and off
campus? 3) How was professional development accomplished and supported? In order to
answer these questions, one professional development coordinator from five different
community colleges in Mississippi was interviewed.
Summary
The current study chose five different community colleges in Mississippi. The
colleges ranged in enrollment sizes from approximately 2,700 full-time students to over
11,000 full-time students and were located in various regions of the state.
The researcher found that there were actually more professional development
opportunities for faculty, staff, and administrators than the researcher initially thought. In
talking to one of the participants, there did not seem to be a lot of opportunities for
professional development; however, professional development at this institution was very
decentralized. With decentralized professional development efforts, there are multiple
people who manage professional development opportunities for faculty, staff, and
administrators. Managing decentralized learning can be challenging since in most cases
there is no one individual in charge of professional development; therefore, all of the
various entities have to work closely together to not overlap opportunities, making the
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employee choose between different events. The present study found some form of
professional development efforts at each institution, which is very positive. Every
professional development coordinator stated that his or her institution had at least one
annual meeting of all faculty and staff. The annual meeting format was similar across
institutions and followed a template of an external speaker, the president giving their
charge for the academic year, and breakout sessions for the attendees. Of the five
participants, four had a budget line item for professional development efforts whether
those efforts were delivered on campus or off campus. The final participant tended to
make professional development part of strategic initiatives and funds were requested as
needs arose. Every institution had offered customer service training and the majority
offered some form of communication professional development to help build strong
teams and relationships with colleagues and students and families. Of the five
participants, two offered a leadership program for administrators that covered technical
issues like leave and worker’s compensation, as well as more relational skills such as
fostering effective communication and coaching for excellence. All five institutions, and
all levels of staff, faculty, and administrators, participated in professional development
off campus in the form of state, regional, and national conferences. The MCCLA was
supported by all five institutions who sent at least two fellows annually. Overall,
professional development coordinators perceived professional development to be vitally
important and felt supported by their administrators in their efforts. The amount and
sufficiency was not rated as high as the importance. For the majority of participants,
offering professional development for faculty was challenging due to the specific
disciplines of faculty. There was an indication the amount and sufficiency of professional
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development was hindered due to an external focus for professional development. Of the
five participants, three spoke more about faculty, staff, and administrators participating in
local, state, and national conferences more so than programs being conducted on campus
by a subject matter expert.
Discussion
This study agreed with Eddy (2010) regarding faculty development directors
supporting faculty through establishing learning communities. This study observed this
practice at Colleges D and E. Programs were offered for like-minded administrators,
supervisors, maintenance personnel, and support staff. Learning communities were
created through focusing on functional skills, soft skills, and leadership skills. The
participants in these communities not only learn from the facilitated content, but also
each other. Each cohort became a support system in which to discuss issues or celebrate
accomplishments.
When thinking about opportunities for professional development, one of the
critical questions professional development coordinators have to ask is for what
populations will this training be delivered. Friesen (2002) discussed how Metro
Community College in Omaha, NE, transitioned away from using traditional job
classifications to more of a learner-centered, open access development model requiring
employees to take a core curriculum related to the vision, mission, values, and culture of
Metro Community College. The current study found this trend happening in the
participating community colleges. All five colleges have offered several training
programs for all classifications of faculty. To be clear, all five institutions still have
targeted training for faculty centered on teaching, technology, and classroom
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management and for staff with programs centered on job functions. In addition, three of
the colleges required all employees to participate in a certain number of professional
development hours, ranging from three up to fifteen per year. Of course, there were some
employees who do much more than what is required because they see the value in
professional development assisting them in their jobs.
Another critical factor professional development coordinators fret about is
attendance. If sessions are offered, will employees attend? Maxwell and Kazalauskas
(1992) concluded that although faculty development programs were widespread, faculty
participation was low. The current study found that professional development
coordinators perceived faculty found the amount and sufficiency of professional
development opportunities not sufficient. Across all five institutions, the ranking given
by the professional development coordinator was a mean of 5.6, just a hint over the
midpoint. Of the five professional development coordinators, two commented that, with
both faculty and staff, there were some who really believe in the importance of
professional development and some who do not. Maxwell and Kazalauskas (1992) stated
that faculty most in need of development were least likely to participate. While this study
did confirm that, there are other challenges, such as what Eddy (2010) introduced
regarding how faculty can balance administrative tasks and teaching.
Eddy (2007) concluded that faculty developers in both urban and rural areas do
not rely on professional organizations to support faculty development efforts. While the
present study, overall, does agree with Eddy, staff and faculty from all five institutions
participated in professional organizations and benefitted from the professional
development content the professional organizations had to offer. For example, College A
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recently re-joined the National Institute for Staff and Organizational Development
(NISOD), and faculty and staff have had opportunities to participate in webinars from
campus. In addition, English teachers participated in the Two Year College English
Association (TYCA), which is part of the National Council of Teachers of English
(NCTE). Registrars and admissions directors attended the Southern Association of
College Registrars and Admissions Officers (SACRAO), as well as the Mississippi
association (MACRAO). College B’s professional development coordinator wished the
college could offer more for faculty.
Eddy (2007) stated that in rural areas, most faculty development efforts are led by
either a committee or individual faculty member. Murray (1999) reported that the
majority of his survey respondents, the chief academic officer managed faculty
development activities. The remaining respondents were split evenly citing between
administrative titles and non-administrative titles. The present study aligned with the
literature in that College A’s professional development is managed by a committee;
however, it was formerly managed by the chief academic officer. While College E had a
professional development committee, there was still a professional development
coordinator who managed the efforts at the institution. Colleges B and D both had a
dedicated position that managed professional development efforts, while Colleges C and
E were led by vice-presidents of divisions.
Eddy (2010) stated it is critical to strategize how to leverage administrative work
with faculty demands in the classroom. Rural community colleges are already juggling
multiple responsibilities. This is true for this study, not only for faculty, but staff as well.
For example, College E has instituted a 4-day instructional week that allows faculty and
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staff to manage administrative tasks, committee obligations, and attend professional
development opportunities that are scheduled on select Fridays throughout the year.
College E posts a schedule on the division’s website to keep everyone informed.
Eddy (2010) also discussed the availability of travel grants to allow faculty to
attend teaching and learning workshops and network with other professionals who can
offer faculty an opportunity to bring new techniques back to campus. All five institutions
made travel grants available, again, not only for faculty, but staff as well. College B’s
professional development coordinator specifically encouraged the faculty and staff at her
institution to bring back new content and teach it to the individual home departments. In
fact, this was required should the faculty or staff member want to earn credit for attending
the event. College B required all staff and faculty to obtain at least ten hours of
professional development each year. External professional development opportunities can
count as “extra-credit” and 5 of the 10 hours can be “extra-credit.” College D also
encouraged faculty who attend a conference to teach the content learned to other faculty
on campus. College D required 15 hours of professional development to be earned
throughout the year. One of the state’s universities has partnered with College E and
made available their teaching and learning workshops for any community college faculty
who would like to attend.
Lowman (2010) commented on the importance of developing tenure-track faculty
in topics such as management, supervising students and staff, budgetary management,
and public relations. While community colleges do not have tenure-track faculty, the
spirit of this training is still the same: to prepare the next leaders of departments and
divisions. College D offered a supervisory training program that taught employees
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management, human resources-related issues, how to budget, communication, and other
tools for their toolbox. Similarly, College E had piloted a leadership development
program with the president’s cabinet of administrators. College E’s plans were to develop
a curriculum and seek applications for high performers with influence who may become
college administrators in the near future. All five colleges sent at least two staff members
to the Mississippi Community College Leadership Academy where they learned from
college presidents, administrators, readings, and projects. The goal of the MCCLA
program is to allow networking between staff from the community colleges and
universities within the state, as well as to prepare these individuals for future leadership
roles at community college systems.
The present study also agreed with Murray (1999) who stated that many 2-year
colleges (93.1%) offered financial support for staff to attend conferences. All five of the
institutions studied provided financial support for faculty, staff, and administrators to
attend conferences, whether state, regional, or national. For example, College A allowed
staff and faculty to apply for grants through their foundation to cover travel costs and
registration fees. Similarly, College E had a unique and creative process. College E has
an employee enhancement fund through the institution’s foundation. Employees must
donate $10 per month for one year to be eligible to apply for up to $500 for travel to
conferences. If a department head elected to take the entire office, the department could
apply for up to $1,500.
Murray (1999) found six components that make faculty development effective:
institutional support, the presence of formalized, structured programs, connecting faculty
development to the reward structure, faculty development was owned by faculty,
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colleague support for investments in teaching, and teaching excellence is valued by
administrators. It may be that these six components are present in the five participating
community colleges; however, the present study found alignment with one component:
institutional support. The interviews did not cover Murray’s other five components.
When professional development coordinators were asked about their perceptions of
administrative support, the average of the five colleges was relatively high, with a mean
of 8.6. The author also stated that institutions must have half, or three of the six
components, for faculty development to be effective.
Limitations
One limitation to this study was the researcher may have initially made
judgements on some of the institutions’ professional development efforts, believing that
there were not many opportunities for staff, faculty, and administrators, especially at two
of the smaller institutions.
Another limitation was that all of the professional development coordinators
were females. Perceptions of male professional development coordinators may be
different than females. Rocheleau (2017) reported 2016 data for 58,000 training and
development managers and out of those who reported, 58.5% were females. While
interviewing a female professional development coordinator would seem to be the odds, a
male professional development coordinator’s perception may have been different.
A third limitation involving the validity of this study could have been the
thoroughness of the responses from each interviewee. While each interview contained 20
questions and was approximately 30 minutes in length, the researcher was concerned
with how thorough the individuals could be in covering all of the topics in the interview.
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Also, the researcher was concerned that each interviewee would try to show herself and
her institution in the best possible light.
Recommendations for Practitioners
When looking for ideas and solutions for particular staff and faculty issues,
professional development coordinators should not only collaborate with their
counterparts at other community colleges, but their local universities as well. There is a
great opportunity for resources such as sharing content ideas, presentation materials and
activities, as well as for offering guest speaker recommendations.
Professional development does not have to be expensive. One university in the
same state began a speaker series program (“Human Resources Management
Development, Programs and Events, 2016”) where subject matter experts who
volunteered, presented complicated concepts in a simple, easy way where participants
could understand. Each session was 35 – 45 minutes in length and participants were free
to interact with the presenter through making comments and asking questions. In 2017,
topics included, “Managing Up: How to Lead Your Supervisor,” “Overcoming
Negativity in the Workplace,” and “Defending Your Galaxy From the Super Villains
Against Productivity.” This program offered an open-access model allowing any
employee to attend. Feedback has been very positive and the coordinators of the program
take program suggestions from the attendees in order to ensure staff and faculty needs are
being met.
While the current study has shown many examples of faculty and staff
development offered outside the institutions studied, professional development
coordinators should not forget to stop and take time to develop themselves. The
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Association for Talent Development (ATD), which is the professional association for
trainers, instructional designers, and others involved in the learning industry, offers
several conferences, face-to-face, and online, programs and certifications, and a massive
library of webinars and other resources. If the employee development team is housed
under Human Resources, there may be interest in joining Colleges and University
Professional Association – Human Resources (CUPA-HR). CUPA-HR’s membership is
made up of over 23,000 HR professionals and has over 2,000 member institutions with
four active regions (Eastern, Midwest, Southern, and Western) all around the United
States. The researcher encourages each employee who managed professional
development join a professional organization to network and continue life-long learning.
If joining a professional organization is not budget-friendly to an institution,
although the researcher feels benefits far outweigh the costs, why not set up quarterly
calls or semi-annual meetings with learning colleagues from around the state? Doing so
would be cost-effective and beneficial in not only networking, but shared ideas for
development programs. One of the professional development coordinators stated it was a
challenge to find new programming for faculty and staff year after year. Rely on
colleagues to help brainstorm and offer suggestions of topics and speakers, what went
well, what did not go well, so programs do not feel worn out.
Recommendations for Future Research
The area of professional development in community colleges is under-researched,
especially as it relates to professional and support staff and administrators. The area of
faculty development research is abundant. The roles of faculty have changed as the
mission of the community college has changed. For example, faculty used to be primary
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source for career development, as well as academic advising. At some community
colleges, staff now have those responsibilities.
The present study researched professional development coordinators’ perceptions
related to the importance, the amount and sufficiency, and the administrative support for
professional development. A follow-up study surveying the staff, faculty, and
administrators in these same areas would be useful. This could confirm, or deny, the
professional development coordinators’ perceptions and allow them to make adjustments
with their programming should there be gaps. This survey would be an opportunity to
measure how the staff feel their training and development needs are being met. What
better way to engage those on the front lines and offer them an opportunity to tell the
professional development coordinators what they need to effectively do their jobs.
Conclusion
The present study investigated professional development coordinators’
perceptions as they related to the opportunities, amount and sufficiency, and
administrative support of professional development at five community colleges. Of the
five institutions, all five had at least one annual meeting of all faculty and staff. Every
institution had offered customer service training and the majority offered some form of
communication professional development to help build strong teams and relationships
with colleagues and students and families. Of the five participants, two offered a
leadership program for administrators that covered technical issues like leave and
worker’s compensation, as well as more relational skills such as fostering effective
communication and coaching for excellence. Faculty, staff, and administrators at all five
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institutions participated in professional development off campus in the form of state,
regional, and national conferences.
Job titles of those individuals responsible for professional development were quite
varied. Of the five, two were vice-presidents: one a chief academic officer and the other
was a vice-president of planning and research. Two others were directors: one being the
director of institution research and effectiveness, while the other was the director of
workforce training of the professional development institute. The final interviewee’s
current title was assistant to the dean of student services; however, the previous title of
this individual was human resources employee development coordinator.
The present study found that professional development is important to all
stakeholders. Of the five participants, four participants rated the importance of
professional development a 10. It was clear that professional development coordinators
wanted to have more opportunities for faculty, staff, and administrators as amount and
sufficiency of professional development programs did not rate as high as importance. The
present study found that professional development coordinators believe that
administration support professional development efforts.
Professional development at the 2-year college is certainly under-researched. The
literature had much to say about faculty development efforts at the 2-year college;
however, professional development for staff and administrators was limited. A suggested
follow-up study would be to survey administrative and professional staff and
administrators and measure their perceptions of professional development happening on
their respective campuses. In order for community colleges to continue to thrive and
serve their communities, faculty, staff, and administrators must be developed. It is critical
63

to offer tools, resources, training for professional growth, and training for the skills
needed to do their jobs effectively for the future.
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1.
2.
3.
4.

Title
What is your approximate enrollment for full-time students?
Is managing professional development among your primary job responsibilities?
Does your institution have a director of professional development, trainers,
instructional designers?
5. What types of professional development opportunities does your institution offer
for all staff (including administration, faculty, professional, and support staff)?
6. What types of professional development opportunities does your institution offer
specifically for faculty?
7. What types of professional development opportunities does your institution offer
specifically for staff?
8. What types of professional development opportunities does your institution offer
specifically for administration?
9. Besides professional development activities offered by your institution, in what
other types of professional development do your faculty participate?
10. Besides professional development activities offered by your institution, in what
other types of professional development do your staff participate?
11. How would you rate the importance of professional development for all faculty
and staff?
12. What is your perception in how the staff rate the importance of professional
development for all faculty and staff?
13. What is your perception in how the faculty rate the importance of professional
development for all faculty and staff?
14. What is your perception in how the administration rate the importance of
professional development for all faculty and staff?
15. How would you rate the amount and sufficiency of professional development
available at your institution?
16. What is your perception in how the staff rate the amount and sufficiency of
professional development at your institution?
17. What is your perception in how the faculty rate the amount and sufficiency of
professional development at your institution?
18. What is your perception in how the administration rate the amount and
sufficiency of professional development at your institution?
19. What is your perception of administrative support for professional development of
employees?
20. If you have a budget for professional development, what is the approximate dollar
amount?
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From: <nrs54@msstate.edu>
Date: August 16, 2017 at 4:05:31 PM CDT
To: <sbk2@msstate.edu>, <cca1@msstate.edu>, <dre13@msstate.edu>,
<ltc1@msstate.edu>, <mef348@msstate.edu>
Subject: Approval Notice for Study # IRB-17-225, Working Title: Opportunities,
Responsibilities, and Perceptions of Professional Development in Mississippi's
Community Colleges
Protocol ID: IRB-17-225
Principal Investigator: Stephanie King
Protocol Title: Working Title: Opportunities, Responsibilities, and Perceptions of Professional Development
in Mississippi's Community Colleges
Review Type: EXEMPT
Approval Date: August 16, 2017
Expiration Date:August 16, 2018

The above referenced study has been approved. To access your approval documents, log into myProtocol
and click on the protocol number to open the approved study. Your official approval letter can be found
under the Event History section. For non-exempt approved studies, all stamped documents (e.g., consent,
recruitment) can be found in the Attachment section and are labeled accordingly.

If you have any questions that the HRPP can assist you in answering, please do not hesitate to contact us at
irb@research.msstate.edu or 662.325.3994.
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